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1.0 EXECUTIVE SUMMARY: PRDJ,ECT OVERVIEW

A maJor frustration for all public service agenc1es is to see goed

xnformatIGnal packages and prograns go unused by the intended audiences. In
the areas of career ceunse11ng and job market 1nformat1qn servftes, this

~ frustration becomes catastrophxc. :Career counseling and Job- 1nfermatwon |
- programs or disseminators encounter tﬁ1s problem whenever . they add' new

cemponents o thear programs or try to promote ex1st1ng ones. \ _

For those of us conmwtted to social action programs, it aTways comes as .
a surprisg when programs do not have the impact wh1ch assessed need would
have 1nd1cated but we centwnue to hope that the “next one" recexves better

’u‘se.-‘

Few would argue that there 15 a‘measured need for career counse11ng and
jaob xnfermation servxces for our nation's youth. To this end, both the:
public and pr1vate sectors have built information modules to address these
needs. ‘But prnprwetary fwrms have been reTuctant to develop and promote jipb
market 1nformatton programs and still pr1ce them within the reach of thoegf

"in greatest need Thus, the primary develdpers of career counseTxng and’ JOb
- market 1nformat1en services continue to be publfc sector ag@ncaes."Yet,

th1s respon51b171ty{1mposes an. unreaTwstTC burden upon the public sector for

the active promotxon of its products.‘ y
' Herein lies the obgectxve of the Arawak research survey “We. be]f}ve
that the efficacy of bridging public and private sector capabwlitxes can be

. reached simply by recognwz1ng the commona11ty between social and cemmerc1a1

Jjob marketaconcepts. We do not believe the fa11ure of job market
1nformatwon/d1ssem1nation programs and/or career counseTwng,programs is due. .
to publxc apathy, but,rather because models were either absent or poorly
coneeaved

- Our researcn\study concentrated on i]Tnstratjng'how gevernment calls on

social action‘agencies or organizdtions to perfonm‘the task of éeVeqoping

" * job farket information or career counseling to targeted ggoups; but fails to

. 1ntegrate a clearly art1cu1ated systematxc model for this &ask. St111 in
other instances, government p?aced this burdensome respons1b11ty on.social
--action crganizatiens that d1d not have the 1nt'rna1 resources to design a

. structured _component ' for their projects; }acktbg this, there can certaxnly
: be no va?xd and rel1ab3e monitorwng and evaluative feedback Ieep

I B
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Throﬁah our ﬁesearch study we designed a 1ntegrated Job preparation .
" model which uses the‘best inputs from the. variety of programs we studied to
,'overccme the inherent weaknesses of SOC1&T;aCt10n organizag1nns 1n Jjob
Topment. Co . : | EQ
. The specxfxc ‘task’ of Arawsk's efforts included:. 35- | .
| o Rese&rch to isolate demograph1c and cuttural var1ab1es of the
) ' primary target audiences. ( | )
' ~':." o - Analy21ng the feasibility of formulating a model
infra-stricture with internal capabilities to cont1nya?1y
moni tor organ1zatidﬁa? tactics and ach1evemen€s
0 De51gn1ng intermediate (1nformat10n gain) ob3ect1yes and long
range (pattern change) goals. . ! | -

0 Incorporat1ng all eva?uative mechan1sms ta measure relat1ve
effect1veness of the existing components as well as proposed
programmatic goals and obgect1ves as part of .the model.

' BENEFITS‘TO BE DERIVED FROM STUDY o . |
The benef1ts to be derrved from this model are manxfold
ces ‘Local socﬁaT apt1on programs will have a mode? available
: which would have been 1mpossxb1e to produce on the local
budget. ‘ o .
' ..: Pragram mon1tor1ng‘5nd 1mprovement ‘can be inst1tuted via
‘f institutional feed- back 1oops. ,
-.. As a by product other 1nformat1on d1ssem1nat1ng seryices

!

o shauld receive increased. use, =~ : .
The- groundwork wx]T have been Taid for the deveIOpment of
AR - an organ1zat1onal structure that would be tru}y
' - responsible to xts targeted clientele.
DIAGNOSTIC MODEL _ }- ’ L
“The final model required an in-depth organizational evaluatiaen of the

+

sample jeb market iﬁformation pkograms This evaluation was done‘from both_.

. an internal and an external env1ronmental viewpoint. For our evaluation
design, an adapt1on of the Stuff?ebeam and Nadler/Tushmen Dxagnostic Models *
enabled us to view and diagnose our sample group both as an elementary
system and as an interphasing organizational behaviora¥ model. As a resy?t;

" our fiqn] model hgs been devxsed as an 1nput through-put and ocutput
prgaquationa} model. - L7
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1.1 IntroductTQn | ) .

| [ The 1abor market in today S econamxc cl1mate, whéther cons1dered ‘ '
C .
[

v_TnfTatioH%ry or recess1anary, is not-good Forecasts for the future gtve
v11tt1e hope for improvement. This sltuatxon, amd its 1nherent
funcerta1ntres, has had a mone dramat1c impact on youth who w1sh to enter
“into the*labnr market as 30b hplders than on existing heads of househo?d
For Puerto. Rxcan and other Latin Amer1can youth 'in, New York City the problem
e ' , \is further: exacerbated '

Today, one of every twenty persons an the Un1ted States is a stpan1c
 American. ‘ . ‘.

| astamies

- Puerto R1cans, whwle representing the: seccnd largest H1span1c group1ng
‘ in the country,. also constitute more than 15% of the total New York C1ty
(;' ' ) papuTatwon. As a group, Puerto R1cans are younger than other New Yorkers,“
. have Iess formal education; and-lack occupational sk]lls traé\1ng Within
.f i“ | New York City, Puerto Ricans are heavily concentrateﬁ (at least 85% of the

‘ - total Puerto Rican popu?atwon) in newghborhoisf which have been desxgnated-
st ~as "low income areas". .. N —

T 1.2 Age’ S ".! : ' :
f‘_;‘ L Puerto Rtpans are, much younger than other New Yorkers. Nearly
L three-fzfths of Puertq Rican Neq‘Yorkers are ugder 25; four in ten are less

',&\\,.- " than 14, and the proportwon of ch11dren under five among Puerto R1can§ is
' « double that for the general popu]ation o
t; - .~ A closer Took at these characteristics can be seen by exam1n1ng chart I

& ‘J/f below. - In it, we see that 5%% of ' the total Puerto Rican popuTatxon is under ;
‘f’ 25 years of age,
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o .i.3‘éducatien ,? L o ) _ v
{) - Puerto R1gans fall far below the New York thy pppulat1on in Ievel of
B ‘ educatione"attaxnment Those age 25 years and over mnst]y migrants from the

Island, have a median educat1ena1 level of less: than nine years, as comparjd o
with the 12 year median for all c1ty residents. With a. median educetxonal o

: ‘etta1nment of 11 years, Blacks are relatively better off than Puerto Ricans.<i-

| *Among adult Puerto Ricans, 56 percent have a- grade school- educatxon or less -- o

Tt © .7 - nearly twice. the proport1on for the general population. 0n1y~ene 1n five hasi& .

B completed high school ({as compared With ‘one in two fer‘the Clty as a wholedy

and only 1 in 100 has graduated from college, contrastwng sharﬁiy with the one .

in nine ratio fer total popu?etxon (see Chart-2).

& | . e ~ .
. . ! ' \ : ‘ ? . . . * “ .
' Educat1onal attaifhment for persons 25‘years and over, New York Cxty, 1960 and
- 1970. S _ . , |
. ‘ Lo , T T : L = "_5§rcent Distyibutien‘ -~ ]
' © Years of School | .o1%60 ¢+ T - 3970, .
’-{ SRR | . ConipletEd o ‘ | = ; ) L : R L
- B T BT~ Total, ‘_--.Puerto
j T o Population ' Rican Populatxo Rican
. ¢ Allpersons.. T 10.0 100.0 100.¢ 100.0 .
I. .7 years or less..... ., . | 2.5 52,9 . 19.8 a9
- 8 years.. .c.o..un.. “ . 2002 7.2 - 14,0 - . 13.6.
. , 9-n~years...-.._..-.,...\} 199 169 . . 19.5 234
3 CDyears...o.los 20 | el Y 283 sl
o 13-15 years.....;:,.. A \ 2.2« L 8.0 . 2.5
e 16 ‘or more years. ‘8.2 0.9 . . 10.6 1.0
= . ‘Source: ‘Decennial Census e >
o “ - . i 4 ~
| WooN L . | ‘ .
A - ' A ) x -
>. fr .
b R ‘? \ . ~
A . ’ i .
4 N + - -\( -
\’r; -’F‘\/ .‘~ 7 E
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\\\«3 1. 4 School Enre}1ment5 ST | R |
L 3
: (Part1c1pat10n offPuerto R1can youth 1n the City's schncls has 1ncreaSEd

over the decade thhfincreasxng representat10n in academic high schools and -

Aty ~———1
” . :

' colleges, however their proportion remains far‘below the City's pattern and a
¢ : : . :
uf, RN ;;>h1gh\percentage drOp out before rece1v1ng thexr high school- dipTomas. In

1970, 301,200 Puerto Rlcans were enrolled in the city's school system—-zso 000
. in public schuols and 41, 200 in non- pub11c schoo]s. 1/. Puerto Ricans

comprxsed about one- fourth of the, totaT pub]xc school envo]]ment as shown

S p
beIow‘by data from the New Yotk Cfty Board of Education s Annual Cquys of

s

80,708 - . 85.2
- |

'0ver the decade the number of Puerto Rscan students increased by 69
L ,‘percent and the number of Bleck g}udents by 85 percent while the number
| c1a551fied as "other" dropped by 21 percent The resutt has . been a dramat1c
; change in the compos1t1on of the pub11c school. student body. Nhereas in 1960

_‘K . ‘whxte non-Puerto Rican students were in the ma;or1ty (63 percent) by 1870

'Blacks and Puerto Ricans were predamxnant (57 percent)

*

. ‘ : £

. i h ‘. ' . .. ’
\ .

. ¥ ' . . * : ¢
.« S .

L o ‘*School Populatxon Dctober 1960 and ]970§ for publzc schoo] enral]ment in
L L grades 1 to. 12 - . & _ .t? L | SO R
f : Chart'3 =
_ /. , . o ’ .
- - _ _ ~ 1960-1970 Change
) : \ . Number . . L e
School Enrollment . 1870 _ _Ngmber L Percent
-  Total....... 1,141,005 156,396 = ©  15.6
. . whwte and -other -race/ethhic . - ‘ T
o groups excluding Black - S o
- - and Puerto Rican......... 488,321 - -132,655 . <21.4
1 . - "Puerto Rican.......vevuues , 260,040, '%05,343 | S 69,2
S " Black..............; ...... 392 7}4

v o . .

SR V' Puerto Rico Educators Association, The Educat#on of the Puertq Riien
', ‘ Chi]d in New York, 1971, | r S

N \,,"a
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v . The 1argest percentage gain for Puerto Ricans and Blacks has been at the
S hxgh dchool level where these two groups doubled in size over a ten year .
. - period. In Jun1er high,sPuerto Rican enrolIment 1ncreased by two thzrds and
f 7 4n elementary school by -one-half. 2/. S . ' g

Desp1te incveas1ng representation in pub]ic schoo]s, Puerto Rxcans are
st111 less lxkely to be 1nvolved in formaT .education .than other ° groups in the

_ o City. Chart 4 ceﬂpares schcol enro?lment by age and ethnic group. As

. ‘compared with_ total population and with .Blacks,” a.smaller perctntage of Puerte rgﬁk

’ Rican chﬂdren are” in school before age seven and a higher percentage' drop out' }‘\
'[' SR by age 16. As might be’ expected, school. enrolliment is approxxmately the same
| ' '_' for aTl ethnic greups in the compu?sory schoo] ages, 7-15. Uver age 16, when
‘ - schdol attendance is ve?untary, the ratio of total to Puerto Rican sch o1 g /)
{Y' S particxpatxen rises from 1.1 for 16 and 17 yeaf; old to 1.3 for the 18 and 19 | |
year old and 3.2 for thase aged 20 and 21. ‘ The preportﬁbn of coTlege age i

Il B youths in school is Tess than one—th1rd as Targe amang Puerto thans -as others
| in the pqpu]ai1on N ‘ '

e . Chart 4 |
. ¥ —_— ~
"+ ',' - Percent of the populatxon enro??ed in schooT by age and ethnxc group, New York
B | Cxty, }970 A S P _ = A , : . L
) | | .Rgtio:“
- | - 1 ‘ - : . Puerto J total to-
| - - dAge Group ' - Total - Black ‘Ricaﬂ;_ Puerto
:[ ‘ ‘ - L | S Rican -
N 3 and- 4 years.. ... .. ..ene.ns R 6.6 — 1.7 7 T4
r .5 md 6 years....... seeessaies . 78,7 . 76.8 71.9 -~ 1.1
: ( 7 and 13 Years. . iiiiiveniitonas 4 9.2 - 94.9 94.6 -, 1.0
{ . 14 and 15 years.....vieiinn.. . 94,8 94.0 . 91.6 1.0
- . 16 and 17 years....evvennannn.. - 88.2 - "84.5 - 77.3 1.1
18 and 19 years.:vivvivenennn.n. o 55.4 46.1 41.0 , 1.3
b 20 and 27 years.... vevveeennees 30.00 -~ .~ 16.3 8.4 AL
) s 22 t0 24 YEArS.......en... e 15.8- 8.9 _'H.3 3.7
[ Source: Decennial Census 7 x .
-. ;} . ] . R : ‘ v
</ ' New York Tity Board of tgucation B - T B
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school dropout rate of any‘major group. According to an_ analysis by the Civil
) Rights Commission; only 33 percent of Puerto Rican students enrolled in the
| tenth grade aCtuaTIy gradq@te.from high school, a 67 percent dropout rate
‘wﬁich is ut the-same.asathe rate for Blacks, but'é}@ost twice that of other
‘ students in the public school system. ~In the age group 16 to 21, grore than
- half of Puerto Rican males are not i tschool and only one in four has

I’ ; Board of ‘Education statistics show that Puerto Ricans have the‘ﬁfgheSt

. . I.S.Skilis'Trainfng LT T s . o . :

' . It_is,aXiomati:‘ghat for'NewYofk‘Fuerto:Ricans, lack of formal education
is not compensated for by job traiffting, defined as formal school, and

| - apprenticeship, and speciai‘manbower programs as well as Armed Forces
training. In the City's Tow income'areas“(where_ss-percént,nf the Puérto_$

é

T Rican papulation live), only 6 percent of the Pdeﬁto'Ricanslis‘years_and over

- have completed any'jcb‘train{ngv(see Chart 5). ., The.propcrtipn for white B
non;Puertﬁ Ricans~ef these‘neighberhbcds,,is750 percent larger; for BTaéks; B

. o~
twice as large.

. . S e e
N\ o T . .
. . - . . )

-~

[ LR S . : > : b

3/ United States CommiSsion on Civil Rights, Staff Report, Demographic)

o, Social and Economic Characteristics of New York City and the New York
: Metropoiitan Area, FEbruaty, 19/72. o S : ‘ .
’ -
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, f‘_\




,.; -~ ' _ o o ~ N
-10- - , ,
| T T T T
"1 ‘ The. percent 0f+ Puerto:ficans in Tow income*
ﬁ . neiqhhorimndskwhc -compTeted  job training’ falls
below ather residents of- these areas .- .
o/ Lov, income  area  residents age 16 - and over  who
‘completed job. training, by ethnic group, 1970
) B . (percent of .total)
1o - |
- égfzz ' ' 9% ] . . )
‘5%4 V/ ' 4
- “[,-'f : ¥ _ -
S/’/, . i ¥ - 7 %
= %/ B
b‘/f"://l /_’ A» * ) /// -
A | Eﬁ%ﬁﬁk - Z
e < . ,/;(',///:1 .7 / . .
Black - White - Puerto Rican
o - [non-Puerto Rican)
Source: A§nci'a?.‘ 'Ecc‘max}ﬁé, and .Labor“ _ A,ForAce,
- tharacteristics of Residents in New Vork City's Low .
Income Areas, United States Uepartment of¥ Labor, - .
Brean of [abor Statistics, Middle Atlantic Regional
- Office, Regional Report No. 30, September, 1972 :
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1.6 Language ‘ |
-In addition to thEYF market handxceps in, terdt ef educat10na1 atta1nment

~and specific JOb tre1n1ng, Puerto Rxcans have - dxff1cu}ty with the Enngsh

1anguege Accord:ng to the 1970 Census, 14.5. percent of adult Puerto Ricans . .«
71v1ng on the mainland lack basiic Txterecy in Eng11sh The percentage whe are |
Junable to read and write Eng?1sh 1nereases thh age. But even among the |

younger 10-24 age group, one. out of five ma1n1and Puerto Rxcans Tack th1s

faculxty. 4f Pub11c school records‘ggow that approxwmate?y one 1n thxee )

Puerte -Rican students encounter problems in, readxng and understandwng English.

A}

5/. Do | SR K S ) o= e
=T 1‘; _ | \\\o C A
. . - - . ‘ ' o :

1 7 Emp]oyment Srtuattcn 1n the Cxty IR T g

The New York Puerto Rxcan/H1span1§°6/ commun1ty is the fastest growxng

ethn1c grouping in Bhe city. Presently, the hxghest cencentratwon of Puerto»'

. R:cens and H?Sp&ﬂ?CS in the net1on is in New York C1ty wwth*an ‘estimated 2. 5

mxl?xon persons (10 percent of al% H1span1cs 1n~the U.s.). '~Thxs 15 consistant -

thh the 0verall Puerto chan/stpan1c reszdent1a1 patterns. 83 percent of

which Tive 1in urban areas across the nation (accordxng tq the 1970 D1cenn1al

r
A

Census)

- .‘ w

&

rk, Office of Business Affxars .
Tth the English Language, Dctober

Bsard of Education of the City of New
?g;¥ey of Pupils who have Difficulity
8/ Whilegthe distlnctfons among and between H1span1cs are very clear with

respect to natidnal origin, these distinctions, based on centuries oﬁ |
socio-cultural development, are obscured or. .ignored in the so-called North
American "Melting Pot", In Les~Angeles all Hispanics are "Mexican; in

Miami they are “Cuban*; in.New York, they #re Puerto Ricans®. Much
- gavernment data has been generated, assumptxons and decisions made, and

‘Tives affected with these gneraTizations as a basis., In New York Ctty for | s
example, the American black and Puerto Rican were statistxcal]y lumped .
together to the detriment of both individual and distinct groups. In this v

‘proposal the uniform reference of H1span1cs or Pwerto Ricans will serve
only to provide brevity

. N . " . . v i ’
. : ) - ¢
g . \ . M
N S . . .. *

g T - 12

: 4/ Manpower Re ort of the President, 1973€6based on Census data.
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R Cnncurrent w1th ithe overall growth rate of the Puerto‘31c§§/HiSpani5

_ _ fcommunfty 15 the growth of thatwgrouptngs work force. In addihfon to be1ng
f”Cv{."'i_" the Fasteét grow1ng‘work fbrce in the city it is a]so the yaungest the 1e§st

R educated-{or trained); ahd the poqrest paid : :Q ;l . JTj‘VJ“ f_" *7\;\5fA7

.  ’: '_3".  The c:ty~s Puerto Rican qpmmunxty has,farwthe'past twenty years ocdﬁpxed IR
fi;;‘;} - ;fthe bott m nf the economxc 1addgr and high unemp?oyment due 1ﬁ 1arge part tar' S
: .'_, :: '~‘,the above ment1oned demograph;c characterxstrcs, 1ies behxnd thﬁs status. |

;"' :“  ' : Hhereas unempToyme'i genera]]y for New York City’ stanﬁs at 10 7 per£§9t cf the

- Tabor fgrce est1mates rang1ng as hxgh as 35 percent have beén.made for the

"‘.l."v‘ . ¢ .

N Puerto Ricanfﬁxspan1c work force.~ | S 'f \*:f S
o . As shown 1n the 1970 census, less ‘than 5 peréent of the city's Puerto

- Ricans were- 1n profess1ona1 ?/ and technlcaT occupatwons and 1ess than q4

-percent*were managers

“fxcxa]s and. ppopr?etors The remawnder, 91 percent,
L SR

| are dxspersed as fol" ngs (1n‘19?0 f1gures)

D . Blue-co??ar wnrkers ....;.....{..;........_48 %, \'_-F ";5. .
- "\' o Servrce workers....... .,};.........;;. ..18.5% . "\ {fﬂ‘\*f).:.
I Clerical workers, ........;.;1,...;........ 20 3% 7 ‘ -

} T - | ,Sa?es workers.,.;..,;;......ﬁ.............. 4. 8%‘

- i

B . : - : :
. ) 7/ “The onIy occupation in the profess1enhl group in which the part1c1pation
- rate for Puerto Ricans was higher than 200 was that of dancers (230.5);
;‘l ‘ - “the overall median earnings in this cccupation were $5,479, which would

' make in 1the lowest-pay1ng occupatxon in the professionaT groups.*

(
' Source- -Occupational Trends of Negroes and Puerto chans In New York
State, 1960-1970., p. 10. N .

R Note: ‘Part1cwpatton rate is the ratio of the percent of ...Puerto -
1 - Ricans.;.in a garticular occupation to the percentage of 3gl1 -
C wcrkers 1n tha occupatxon. . o o :
’{ s \\
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, Nlthlﬁ eech major, occupet1ona? c?ass1fzc§txon 8/ the Puerto
Rican/Hispan1cs aré grquped ear thezé_}tom of the earnxng scale. - = ~ -
- Puerto Rxcans between theqeges of 16 and 19 have had a chrofic - « = 7
unempToyment nete of 50 percent, or more for. the past five years; and in the LT

Seuth*Brunx the- rgte‘has been est1mated as high as 75'percent Cons1der1ng a
. medi an’ age of ‘19.8 years for th1s commuq;ty and -a near 70, percent drop-out . : ';
-rrate befcre fxnnshsng the twe]fth grade} tHxs suggests an extremeTy high leveT

« of unemp}qyment and 2 related 10& Teve] of educﬁtxpn and trawnxng -. »
' It is apparent that 1anguage, skills traﬁnirg, end educatxen.are | R
interrelated.

Eng?1sh 1anguage fac111ty tends ta ‘improve wwth years of school _f_
completed ‘School provides certain job skills and makg it easier to acquwre -
ethgrs by 7ay1ng the greundwork for- skx]i tra1n1ng In all .these respects, 7

.‘P&erto Riegps are 1ess well prepared than ‘other New Yorkers. . - '
Lowesh of aIT are the part1c1pat1cn rates. ef Puerto Rican teenagers ;Q? N

‘ desp1te the fact-that-%hey are more likely to be out of school than other .city o

resident of their age group. New York Puerto Ricans have below average rates ~~‘“‘;

.ef Iabor force part1c1patxon and’above rates of unemployment. 8/ a

~In the age group 14-19; one in five Puerto Rxcans 1s workwng or, act1ve]y o
'seek1ng wurk, 3 porportion welT be]ow the cityw1de norm . | ' o o

, . .. ) . ‘e

\ A

"8/ 0perat1ve were 32 percenf’of TI Puerto R1can workers 1n 19?0 down from
v .'51 spercent in 1960. Clericat orkers, who accounted for 10.4 percent: of . o
.*_ Puerto Rican employees in 1960, fncreased to 20.0 percent...The number of
,,“Puerto Rican in skilled crafts ‘{ncreased by about 48.percent.. JMore than
- one-third of all Puerto Rican. female employees were in the c1eria1 field- .
~Nin 1970...The-leading occupatwon in the clerical group of Puerto Ricans . /-~
(males) was_ that of shipping and - receiving clerks. ..Partwcwpatmon rates ’
.of .. .Puerts Ricans was* high at the lower-end- -0f the earnxng?§5g1e. Among

Such Tower- pay1ng occupdtions were food- servxce workers, labtrars garage
‘workers, d1shwas e ' .

rs, and busbeys " 5

Source: 0ccqpat1onal Trade of Negroes and Puerto Ricans in New York
. . State, T1860-1370. .. A

Percentage of working age popu}qt1pn at work er actively seek1ng -

( ‘emplcyment
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i“l.S Jeb Seeking Behavior . - ,', i T I‘w

In seekxng work, Puerto Ricens/Hxspanice 11ke other low ‘income area

residénts, tend to app?y d1rect1y to emp1qyers or to rely on referrals from

relatives and friends. The State Division of Employment is° ut111zed by one in
fxve. "Léss than five. percent mentign communwty programs inc]uding manpower

. agencies as a scurce of job leads,

1 9 Emplayment Handxcaps a

Barrlers to fwndxng a job 1nc3ude ind:vidua] handicaps Eueh‘aswgeor«
health, Tack of specific job skills, and language. EmpToyment prospects for

Puerto"h1cans as a group reerct develepments in the New York job market.

' Non avax?abxl:ty of transpertatxon is one of the barriers to fxndIng

: JObS In recent years an 1ncreas1ng number of New: York based firms "have

moved ‘out of the thy to westchester Long Island, Rock]and County, and New

Jersey, . The fact that less than 10 percent of Puerto R1cans/Hrspan1cs travel

to work by automobiJes effectively Twmxts their ability to compete for these

- .suburban jobs. -Public deﬁEBbrtat:on is not ava11able or convenxent to all
~sections® of the metropolwtan area in which jobs are }ecated

Expeetatxons with respect fo rates ay are actua?ly lower for Puerto

'Ricans than any ether poverty area reside °; 1nd1cat1ng that they ‘are not -

discouraged from seekwng work by the Tow wages wh1ch are offered in sectors of7

'('.?‘the C1ty s labor market. . )

when asked about their empleyment expervence, many Puertb Rieanseattribute““

: thexr d1ff1cu1t1es to lack of- skxl?. experience, educat1on or to such

personal’ problems as illness  and famr]y responsib11itxes. Nhiie-these.facfors,
1nf1uence individual employment experiences,,Jhe evidence of the past two
decddes Tinks labor force partm1pat1on and rates of , unemployment Eo the

- -~

‘-‘general state of the . City s job market. The employment hand:caps of Puerto :

Rxcqns and stpanics == language, below average Tevel. of education and skill

trexnwng, Iack of familiarity with the City's employment practices and

agencies, as well as dxscriminatxon -- contribute to a marginal positxon wh1ch
is. accentuated 1n periods of dec71n1ng emplqyment §
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 The fact that jobs, and their éréaticn is’aTﬁost’tota1ly dependent on the
prevailing economic climate, in and of itself, does net mean that there are o

jobs to be had. Rather our. research has indicated that Jjobs do exist for .
Puerto Rican/Hxspanxc youth who are trained, ski]led and willing to work. - The
probTem, as we see it, is more one of 1dentificatfon and prEparatxon of the

"pntent1a1 youth employee., Given this hypothesis, we haue attemptgd to
- formutate a mode] which is- reflectxve of the best aspects of existing pub?ic
_and private Job p?acement ent1t1es with demonstrated track records. We .
| ‘,belxeve that through the dissemxnatxon of ‘the model social action agencies and -
their like will be more able to effective1y service their Puerto

Rxcan/Hxspanrc youth clientele in their quest for gainful enployment

-

lParaphras1ng N1111am Shakespeare, “the_fau}t,lay not in our stars, but. in

curseTves . /

-



~  oa 2.0 Pregect Hethedology A oot A 4
'( h 2. 1 Selectxbn of Sample Organizatxons . : : S ‘
‘ ~ L The 1dent1f7cation of the prrmary target aud1ences for this study has been
accompltshed through a comprehensive search of varwous aggregates of data ] |
which have yielded™ ‘a2 lengthy 1ist of agencies invelved 1n the processing and
: dxssemtuatxon of job market lnformatxan. Bear1ng in mind the focus of our '
o ~ research, these have been . c1asS:f1ed accordtng te the1r relevance for th1s s
r o ":study and the poteniial-app11eabtl1ty of our expected productg§5 thezr needs.
’ . .ConcurrentJy with this.research we develnped a prof11e of the’ serv1ce
o - cltente}e of these organzzations in orﬁer to extrape?ate our contro] group
' | Htspan1c Youth in New York C1ty. | .
. . oy, .
2. 2 Organtzat1ona1 Classification
The various organizations which became the samp1e for our 1nquwry were
- divided intd three categories: . ' | o
A A.  PROFIT- MAK ING ORGANIZATIONS that charge ‘a fee for_ the?r Job market
o : . - information. services.. (Employment agenc1es in the private sector and
##— - placement services provided by private schools and tra1n1ng
instvtutwons are. xnc]uded in this category) ' :
By ' COMMUNITY SERVICE AGENCIES that’ provide job market information ewther
~ as a public servxce on their own, or with ftnanc1a1 support from’
S 7"_pub}1c or private, sources _ 5 *
ST 7 C.  GOVERNMENT AGENCIES fhat preyxde free job market informatren serv1ces
' S as part of their mandate. | |
Each one of these categer1es was further broken down vnto three
subcategorxes . ‘ .
' (T) Organxzatxons that provide services to the*cxtizenry at Iarge
(2) Organizations that prov1de services to youth in general
4 Q) Orgamzatmns that provwde services to Hispanic youth in particular.
_ 24

&

esearch Information - : - . _
| HaV1ng defined a sample of our target audfence, we conducted an 1nqu1ry
s into their goals, objectives, procedures and eccemp?xshments. The inquiry
- proceeded Systematically through the mail, telephonic communieetions_and

&




S u7u T
T personal contacts. Some of the salxent points and issues covered by our,
inquiry were as foll o . -

.. the géneraT purpase of the orgenizatxdn o
: - .. organizational goals’ and anectives : 't"' SRR f o
; o ': )  the operatxoneI structure of the. organ:zatlen and its effecte on the
- ~ Job market information activxtjes _ ‘
\ ’program sxbi11ty and demand as determ1ned by the extent to which.
’{7‘ I -y“c11ents ave requested-job Saformation services wwth1n the past yeat
: - N the generh1 character1st1cs of the prospect1ve clients that request
services 1njxerms nf their sex,,age, ethnwcxty and edteatlonal
background , ' . '
program resu]ts as determined by the extent te whwch c11ents have
| | actually rece1ved servxces | ,
e | . the generat characterxst1cs of those c]ients that have benefited from
the serv1ces provided in terms of their. sex, age, ethn1c1ty,

o -educatwana} background work experwence. and ‘overall enpleyment |
© potential ‘

L4

| | the resources employed for the 1dent1f1cat1on of potential of c11ents
-.{‘? -  (e.g. referral sources, advertxsement etc.)
‘.77 . jeb ipformation program cost and financing -
R L strategies and tactics used for job development
L-',"' - . strategies and tactics used for cliént recruftment
SR staffing patterns of the joh market {information programs
txges of job parket ;pformation provided = )
methods and approaches used for the preparation, packaging, and
dxssemnnatxon of jab market inferm on
follow-up strategies employed to %gid
.. systems of program evaluation
S . outreachvect¥Vities |
2.4 Final Model Synthesis o y
R ‘Upon completion of th1s task, we then designed intermediate 0bJECt1VES and
Tong range goals for the final model through the analysis of the data as
collected. He then compi?ed the;yattous organizational strategies used by the

sure program success

‘3




rj o sample agencies técgain and disseminate “Job markét information. As we
E proceeded with the analysis af this 1nformation, we: identified varfous areas

of potential information gamn on pattern change and determ1ngd Several -
methodotagzcal adjustments uh1ch could inerease the agencies respon51veness “

'~l to the jab market 1nf0rmatjon geeds  of our cnntrcl group. - . :
B Upon cmn:letron of 1s task, the 1n1t1a1 conceptua]xzatxan of a mode$\

_ ';uh1ch would stimu?ate usér action was acconplxshed through the 1dent1f1catﬂon
.7 . of several proven princxples.whlcﬁ'were applicable to the job market .
{' ";7. .informatwon programs under study énd which could be easily imp1emented by the N
' Organizatwons that run them Some of these: requ1é§d structural adaptatzons in

\erder to make them functional within. the contexts in quest1on upon mak1ng
these rev1s:ons the fzna? mode] was devxsed ‘ / :

I N 3
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-"they tompare to the commercial marketing concept. -y,

- . | . - ¢ . -19.‘.'

. A-New View of Business |
Moderq’managemeht has evolved from anproduétiop oriented to a
sales-oriented and finafly tosa marketing-orfented view of business. -

underlying prineiple of the marketing concept is that a firm should seek to
meet the needs of customers, at 2 profit, rather than placing its main
n : ‘thar g 1ts

~emphasis on its own internal activities and utilization of its resources.’

. Studies have shown that the_difféﬁghtiaj;suééessés of social marketing

fcampaigﬁs‘aée directly re?‘ted to how Closely they resembled the process of
- selling a commercial product or seﬁvice,“In‘dther‘wérdé; how closely they

‘effectuated.the(mafkéting ébncept in their mar&efing strategy; AIthbugh

| 50cial;ébti6n=proghams do not operate for a;prdfit in the‘stric£e§t-sense,

“the “profit® consists of elements which can be generalized as.part_pfftheIA.'"'

~overall qgality of life. | | ‘ T .
I Those' 10 beligve in thé,mgﬁketfng'concept‘fee]_that in social action

programs, the cuStamer‘s’negds should be the organization's primary focus:
and intérnal resources should be organized to satisfy those needs.- For the
purpose of.this.study,,we,uill reviéw"the vaf?ous prpmotfonal\strategies‘
that -have been implemented. by our -sample group and how closely (if at al1)
3.1 The Problem: Management Myopia - -

B In the private sector, firms, in order‘tq continue growing, must
ha§gertiin and act on'their'customersf_neéds and de;ire§ dnd-p0t“§ahk,on the
presumptive‘1ongevity of their products.’ As Theodore Levitt so aptly said
in this'érticle “Maéketing Myopia,“‘“Eveﬁy majpr ihdustfy was once a growth

" ihdustfy.‘ But some that are now ridiqg a wave of growth enthusiasm are very
. much  in the ‘shadow of decline.  Others which are thought of as.seasoned
- growth industries have actually Stopped growing.*10 The reason for this

stagnation has been the failure of. executives in these firms to properly
define their purpose or.as Mr, Levitt would say “properly define their

market, | | . - | 1

-

Formally, this business perspective is called “the marketing concept.* The =

1Y/ Theordore Levitt “Marketing Myopia, " Harvard Busihess-Review;
July-August, 1960,  ° w o T R

DR o 18- - e .
3.0 The Marketing Concept in Job Market Information Programs. . - S/
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S "+ Executives in the employnent service 1ndustry have dxgressed “
T .~ diametrically from a customer—orzentat1on view of business. This ma]axse _

& , has caused: them tg improperly deffne tﬁewr general purpose and goals. A ,. ];5 -
e‘ . closer look :E‘th*s problemythrough our fandxngs, is necessary to understand\ S
'il- o \\the myopic m@nagement v1ew po1nt that is prevalent among these execut1ves. '

' First, let us Qonsider that in our sample group, 92% of the social &-

{ ,M‘ actwon OFQGNTZBtlﬂnS receive prcaqct grants from CETA funds. (A point that Kuf _
I o we wt11 discuss 1n-more deta11 Jater on). Second that the other 8% are
‘ . @ither prwvate or for profit. s : '
| : Third, that of %be former group, 73% exhtb1ted a laek of a un1fy1ng
W i'fi%'k of their custoners needs.. This was demonstrated by the pauc1ty of

interaction between departments in .the organvzat1on and ameng- an market
informatién . programs or organtzat1ons. Fourth, 95% of nonprofit social
action age%c1es be;Jeve that they have been 1nadequate1y funded and/or 'that
_ ,thetr cont*acted ftgures (pTacement getention rates, etc. } are unrealfétic ,
: con51der1ng their fundTng levels or the Tocal unempioyment problep!sr
. Fifth, that given the new’ CETA guxde11ne a d” New York Lity's fiscal
cr151s, sound act1on programs’/ﬁ the employment~ ervice. tndustry were facing

>
the sampfe grodp.organizations,beTieve-aImost unilat a}1y-that very little |
| “sharwng of informat1on or resources will occur. ‘Qr as one executive stated
-in reference to shar1ng Job contacts and organizational resources. “Ne are
faced with a s1tuatton where we have two dags fighttng for ‘a bone thhout
any meat But nexther dog recognizes this fact so they wt]l eventually tear
each other's throats for\the bone or starve to death eating the bonei"
" When we remember that the purpose of the CETA 1eg151at1on as stated in :
" the hody of the 1egf$1atxon itself, reads in the following manner:
"It 1stthe purpose of this Act to prov1de job training and employment
opportun1t1es for economically disadvantaged unemployed, and underemployed
S persons, and to assure that training and -other serV1ces Tead to maximum
. employment opportunities and enhance self- suff1c1ency bf'estabtwsthg a
flexible and decentralized. system of Federal, State and local programs. w1l

11/ 93rd U.S. Congress, Public Law 93-203, Comprehensive Emp}oyment and
Training Act of 1973, “Section- 2 Statement of Purpese."
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3 2 IMPLICATIONS OF CETA - ,--"' |
PR The passage Of the Comprehen51ve EmpToyment and zraining Act of 1923

:system of Fed al manpower prdgrams and decentrh11zx g author1ty 1n\the _{.-~A'

sdeC1srﬁn makxng process with respect to the’ plarnin
empryment and trawn}ng programs. The act prov1d
_social actiof orgamzatmns, ‘and manpower dehvery s_ystems with the,

and operatton of

author1ty to plan, des1gn, and admxnxsq§r their dwn empToyment~and %ra1nsng L
'~ programs. :

S : ‘ : .
CETA was seen as a panacea by our sampTe group As a result of CETA

. fthey edv1s1ened manpower as a growth 1ndustry ratker than a growth
~opportunity.
 fed the pervasxve failure of exeutives to clearly defwne their purpose..
Many a social action arganqzat1on has fazled to- deve?op 2 c?ear -statement of
purpose or service, let alone a marketing, p?an and p]acement servxce o
de11very system because of thlS m1sconcept10n. - ' ) -'_ _
_  The problem or quest1ons then -becoines manxfold i; How can socfa1
actwon organ1zat1ons determine thé nature of the serv:ces that are needed
2. How can these’ organlzatxons integrate thls demand with the1r overall
purpose or the general Burpose Bf ‘their fundwng ? and appTy the daily needed
‘services ta their targeted clientele? 3. How cah these same organ1zat1ons
-'1ncurperate the answers to the first two questions as part of an overa1l
prunptionaXImanagement strategy to 1nsure success? ( ‘ -
‘ We belijeve that the synthesis of a job p?acement model w111 estab11sh |
the: pé;ameters necessary. for social action agencxes, and others to better |

thewr suecess rates.- The synthe51zed model will’ amaTgamate positive aspects";l*

".' : .mto a whole rather then smp?y determm\,where jcbs for Puertq
chan/Hxspanxc youth l1es._ |
- € | .' ' ‘
& ' | | . « s
y ‘ A
- * . \—/.4 « ) h | \\‘

1oea1 gdvernment units,‘

&

This misconception is part.of the existing problem whwch ‘has - -
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' 4.0 JoB PREPARATION‘MSDEL -

P
. 4 1 Prepartng Youth for Jobs s N . ' N -
Before an agency or agency staff undertakes a program of prepering young

'people for jobs, it 1s vital that they. understand some. of the basic _ B

Aunder]ytng problems. and condxttens~that affect youth unemployment. The I
o~ rationale for this is that many adults do not view youth unemp?oyment as a

‘ T "peal® preb]enk This perspective is often exacerE%ted when the youth in
-question is in a crwsxs s%{éatwen and the agency,or staff see themselves as

| fxremen/helpers tty1ng to help find selut1ons to the immediate problem or
- prdblems. - ‘ -

-

. Unemployment 1s a problem for young peep?e gearly one ha1f ‘gk_ 'i ' \
;unempToyed persnns in the United States ‘today are between the ages of - 16 and_ . nf
A24 even though this group represents only one fourth of the labor ' o

fegge 12 Altheugh the numbers vary according to various factors and/or ' ) . \{
 report dates, unemployment among non-white youth is much higher than among
?- i 7;' " whites, Unwted States gevernment f1gures estimate that the unempToyment :
- - . rate far- nen-whtte teenegers is three tTmes the rafe for white teenagers
e j‘. - The' exact causes of Such high and 1ncreasxng unempToyment among o
L _['nen~wh1te yoqth 1nc1ude racism, inadequate skills and educat1on busxness 3 <
R cycles, dec];ne of available unskilled jobs, Tocation in ot .
I I ecenemtcal?y-depressed areas, growth in their pepulat1en and 1ntensif1ed R
o Acenpetltion.as a result of the rapid influx of white teenagers and women |
inte thef}abor ‘market. About one fourth of all unemp?gyed youth are
nen-wh1te theugh 'they represent on]y 12% of the youth labor force. |
[ ‘ o Essentially, young peopTe represent the bottom Tine of the "last hired
h - first fired" syndrome. Their emp loyment needs are not considered as vital
,£ because they: ‘“don't have a family, "should be going to school, "oqght to
‘ - go back‘heme‘to the1r parents®, ad nauseum. Therefere, spec1a?
"~u understandtng and consideration - needsffaybe presenff;n any . program of
'{ ' 1ntervent1on in the employed - unemployed cycle.

P
[

Ll DL N

Aff o T2 Yeuth Unemp?oyment The Qutlook and Some Policy Strategies"
o - Congr9551onal Budget foice, Aprw] 1978 ,
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o 0.  Ongoing supportive counseling and fo]iow—up

. ) ) ’ J i . K * . .t - *
B . —23- | |
Amnng these special ccnsxderatxons must be the mechanwsms by which’ ycuth,

' part1c1ﬁ%:ts in such a program will be chosen,” prepared and plugged into
3 ' ‘

the ‘mainstream of the etmmf@d - These components incTude

0 -Assessment and intake procedures
0 "Methodotogy for intake assessment .
o “Tratn1ng and educat1ona1 obgectxves T |

01 | Identtflcat1on of. Tra1n1ng Strategzes andiPackages n
"5 Potentaal paths to mainstreaming

‘e " Survxva] educat1en .and support1ve servxces ff
"fo_ . Understandxng the world of work
"o..' Career development andvgducatwen

0 Program methodoTogy
| N

Each of these components have a variety of sub—components or parts wh1ch
must be cons1dered in the overall strategy to prepare and employ the

‘prqgram s youth part:e1pants. “The following: will provide the details of

each component along with a ratianalg .for their 1nt1us1on avaiTabTe
resources, and some 1mp1ementat1on strategies.

TN

' 4;1(&) Assessment and Intake Procedures

Intake procedures usya?ly encompass the f1111ng out of necessary TegaT
forms, government requxred forms, -agency 1nformat1on forms and sometimes .the
deve}opment of a contract. between -agency and client. "However, thxs
precedure need not be the‘pold mechanica? function that somegjgenc1es make |
it. In fact it should be a time of warmth and trust building which enables -
the new participant to feel a welcome part of the situat1on. In add1t1on to

“these, a program that hopes to provwde tra}n1ng, gducation and employment or .

emp¥oyment referral, should utilize a variety of gooTs when assess#ng or ¢
preparing youth, - o



4, l(b) Educatxona? testxng, to ascerta1n the ‘youth part1c1pant‘s Teve} ‘of
‘ achievement in- read1ng, Tanguage arts, and basic math A variety of
. diagnostic tools ex1st smong which are:” - ¥ '
y o - verbal faci}fty...Defroit dppoSifes '
= o .
| 0 audxtory dlscr1m1natwon...wadcok GQTdman, Fr1stoe -
- e vxsual acuxty...Keystone Telebtnccuiar | |
| o word attack skills...ALC ReadTng Dxagnostxc o
>‘[_ . L | o comprehensxon skx]]s analys1s ..ALC Comprehension- Sk111s |
L _Supplément : |
{,' - - .o oral read;ng...ﬁray OraT Read1ng Test 's - . .
e " | 0 standardxzed achxevement test...Adult Basic Learnihg_
: : Examtnatxon ' .
| 0 math fagility...Stanford AR thmet ic A;hievement Tests
’ 0 »~math...Metropol1tan Achﬁevement Tests
’ )
. (G . N v , .
S  Regardless of the work arena’ a young person is. prepared for there are
BN ~ basic verbat and. numerical skills Mwhich w:ll enable hxm/her to get and keep
o ‘a job. Job app11cat1ons, W- 2 forms, 1nsurance forms, étc., all cap present
+o obstacles to someone who is essent1a11y 11!1terate in words anﬂ/or numbers. \
\ -
' The, use of diagnostic tests will enable agenc1es to develop- for youth
- ‘ part1c1pants individualized prescript1ons for educational assistance in
*“ ' - those areas which will enhance the1r abilities in jcb seek1ng, p1acement

and retention.

_ q. 1{c) Psycholqg1ca1 testing can pruymde agencies and youth part1c1pants
0 with information useful in'the'p1anning and developmeiit of training tracks

:{ - ~ and in some instances in predicting vocat1ona1 potential. Because they can _
aTso be indicators of psycholag1ca1 and emotional ,fitness they can also be
used ty screen in, or’ out, ind1v1dua1s who may be partwcuIarly desirable or
undesirable to the program. This is an area that many programs would rather

‘choose to ‘ignore, however 1n order to affﬁct the targeted gopulation.. It

. 1s essentia1 that some means be uthized to ensure that the right persons

are being serve& ' ’ |
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Zfi' 'ff §4.1{d} 4 skaTls assessment wxl?-ﬁrwngceut partxcuTar taXents, skles or - 5
: exggeaences possessed by the youth particxpant which wxll be useful In
e | " designing tra1ntng and’ JOb placemens. of tourse this preeess will also show E ' |
’q - the lack pf sktlls ta]ents; or experiences, which is aT§§‘he1pfu1 1n the '

‘selectxnn process . Job skills assessment ‘must be done keeping in mind the

(.'if- ‘l,-p0551b1e available Job resources wtth1n the communxty where the: ageney and ' ﬂﬂﬁ#’:‘
T - youth. part1c1pant are Tocated “

4.1(e) Survival skiils assessment will enable the agency and the youth
. participant to have an honest understand1ng of what knowledge the youth
participant has of those skills necessary to secceed as an 1ndependent
individual and worker. Very of ten we ignore or fail to provide young people s _iﬁ
with skills nédessary to funct1on independently --- how to use a bapk, how to o | ~
avail themselves of health care, etc. N1thcut an assessment, the assumpt10n~ 3
is made that these skills are present or at least known to the youth ° L3
participant, assumptions that 1nev1tab1y contrIbute to faw?ure‘i |
4.1(f})~ Apt1tude testxng when ysed properly can-provide an indivigual with
'i‘. - ‘useful -quidelines in choosing.training and educatvon 1ead1ng t&§‘beat10nal
) ' ‘pIacement It is extremely useful in aVOdeng placement of 1nd1v1dua]s in
| .WOrk areas fer whwch they have no apt1tude a-matter that often leads to
"_ © frustration and quitting. Many manpower programs for young people
L -experience very high turnover rates as a result of faulty plannwng that does
; - not take into . account the individuals aptitude for part1é’1ac work. Too
) often we try to fit the 1ndiv{dua7 into a job s1mp1y because the job exists,
‘{..- . ~ with no other conswderatwon other than "he needs a-job". |
? -7 4.1(q) Self assessment assiwts an individual to put together uarlous known
factors such as educational skills, psycho1ogica1 situation, survival
skills, etc. in formulating answers to questions Tike Who am 1?2 What do I
want? Hew do I get it? It also enables that person {o set some. guwde1ines
to feTTow in arriving at answers or aTternat1ves to these quest1ons.

; . ~
i{_ ) 4.2 Methodo:\gy for Intake Assgssment | .
o _ The methode}bgy for intake and youth part1c1pant assessment will vary
f - from project to project dependxng on in- house resources, community
L:‘ ;,~resourees, program needs, phwlosophy Methodo?ogy wxl] also vary according
‘ | to what is be1ng assessed . Some areas such as psycho]og1ca1, reading and
4

*
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f,i_“",: \ numerical skt]ls will requ1re formal testing, otHErs such as survivaT

ski?ls, job sk11ls, and so on can.be assessed through 1ndwvxdua? or group

oy 3 “‘.' prQCESSES&‘ The important th$ng to be-kept in mind s that an agenéy need

S not _have all the resources for these processes within its progF’” |

- « ;"“ - Most urban and suburban commufitie ve employment mentql -health, and
© - educational centers where experience;‘ze::oﬁhe1 administer evaluation,

$kx11s, and aptitude testing.. -These centers mgy be run, by governmenta] -

f" agenmes such as stateq Ioca1 health departments, others are ruo by BRI B
e T pr}vate agencies such as. Catho]ic Social Services, Community Service A

sfwf :-55. i' Socmetwes, Tocal unzversrtxes, etc. In rural aneas théze servxce; are B

'I ] L usually available at county seats, regional manpower centers, or nearby .. -
(_.. oo tolleges and unxver51t1es. A key element for a provxder agency is to know

 { - where these resources are avax]ab?e,«how they are admwnxstered what is

“their cost if- any, and how can they be coordlnated to ‘the conven1ence of the ‘4";_
 {1_ . agencies involved and the cl?entele to be served ) . o - - -
o ... For the informal aspects ofassessments. agencies can use 1n~house |
;L;‘ "‘ ;5 check?xsts of the areas they fee] need to be covered. Ind1v1dua7 sessions o
o ', ‘fi' can provide information on past work exper1ences, skills Yearned or-
:@~\'~_\f‘,, acquxred -and personal “wants that may ngt be reercted in formal testrng
f; R - processes. Often, these sessions will provide conflict aregs such as. "I
UL waqt to be a doctor“ that clash direct]y‘wmth the grade four math o -

;*1- | achievement by the. individual on the Stanford Achievement Test. These, - "’Jv-
conf11cts can be used as take~off points for ‘reality testing/end honestga'
’L‘ . N ~planmy ng.‘ Agengy personnel skxlled in counseling w111 recognize the - ' o
S - opportunit1es inherent in thesa: situations. \ ,
fff-7f.{,_ ' Ind1v1dua1 and group activfties .¢an also be used | to determxne the needs
o for survxval" and help the agencies and youth participants to determxne the

f{ - K- ;, extent of help “that each 1nd1vidua1 needs to ach1eve 2 TeveT of competence
o i ‘these areas. | o . |
Tf - ~“=4 2(a) Tra1n1ning 0b3ect1ves the formal and informal assessment mechanisms

Li © as well as the ava1labi11ty of resources within their community will enabIe
;’*l“*"V‘ ~ the .agency to decide on the training design for youth participants. Whether
"{r - . training oojecbives will be met in-house or by referral, training can begin

- only after assessmant and the setting of realistic goals'commensurate with

:1:-1 s ..the expectations of the agency and the youth partioipant o
f"“ o L " . . ’ '. ‘ ' ®
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o ‘:'5 2(b) Readvng and Hgth in the areis of reading and math 4 reasonable
1 ‘ ' training obaectxve to enhance~3aswc skxl?s wou]d ‘be to plan to upgrade these
. : . Skills by whatever is needed to evaluate them, to. functxon étfect1ve1y at an'-

entry level in tbe job’ market and.. to mot jvate as many participants as

possible to return to school. or continue’ 1earn1ng while working. As a -
consequence of raising their basicesk111s Bevel, it can ‘be expected that a
proportxon of the partxcwpants will be able to enter -eithed into -

-

E i occupatidngi tra1n1ng prpgrams or unsubsid1zed)emp1oyment
-~ - 4.2(c) Vocattona1 Training vocati?nal trainang ohjectives widl be/are,~by .
G def1n1tvon, def1ned py the end results desired. The trainang obJectrves
| { ::* - st be developed in ;fseduence that will meet the needs of youth & =

particxpants ﬁcom an “entry" Tevel through the career ladder thatﬂwxll exist

'(f o for them within the sponsorwng agency Each step wi]] of course, refiect
o . the increased skxlls necessary in order‘to assume the added responsfbilities g
- and competencies required of the pqgwtxons The traxning objectiVes will .
| include the jntegration of job tasks hntheeducational act1v1t1es and” 0
f{_“ S services required for career progression, . - . oLy
'f | e ‘In the Community Servvces/dob Development Program Model tra1n1ng R
ld"' s objectives must"be coord1nated wrth the JGbS potentia11y available to youth K
F . partic1pants., Here the vocataona] trafning obJectives may require input L

L v from thoge agencies or organxzataons who will be providing placements for

.ij" ‘ the partwcipants. It ﬁs also .pertinent to note tht these agencres can

N }‘ ) become resources wh1ch may be aVaxlable for the trainfng end education

i. "‘uf///f"process ‘ . . . - ) L _
ﬁ“f“f 3.2(d) Formal Education forma} educatfon c1asses fall withaﬂsthe purview of
" o trainxng objéctives in-that a ngen percentage of youth participants may
demonstrate an 1nterest in. pursuﬁng/§k1lls improvement - bey -the minimal
| obgectives already described . Here it will be neeessary uQﬁe\a'elop- |
_af'=_. * individualized’ or gndup classes s needed. ‘It is also cngr that if the
) "7 program is Successful in motivaédng the participants to pursge career

_f , - ladders they will need continuing educat1onaJ %pportun1t1es 1n order to make

A

-o- - omobility a more\reasonabie expectation. =, . -
, f . 2{e) On-the-job Training on-the-job training is an area that is oft-times
. i] - misunderstood in trainxng design. "Even consideringsthe descriptive nature
',[ .'_ S of thls term, many, agencies who p}ace young peop\e for emp loyment do not
b o e .‘p_ o €‘ ‘ |

( - .*‘.ﬁ’
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.'Understand the outlines or UbJ&Ct?VES to be achieved in an OJT.situation A
| even though they may be spelled out -- part1cu1arly if there . 1s .an
- Employment Service (ES) wage subs1dy.involved.

' Since 1t is in the nature of most jobs that 0JT. is se}dom an “A to Z“

| gu1des for -trainees. In this way individual being trained: wTTI be @ble.
to measure his or her progress as well as understand the total process that -

( o is required in order to adequately master the job. .~ ¢ 7 :;\§ f§7?

| 4 2{q) Motivational Training the ohaectives for motivatjenal traxntngnare
- difficult to specwfy concretely, because 1nd1v1duals respond so dxsparately
1 {f T to different *stimuli. - However, it is undeniable that motivation must have a
| ‘ role in any program: that focuses on a target populat1on ident1fied as "Tow
'( ~ achievers, potential drop- outs or pushouts", and so on. /This represents a
i"_ B | group of peoo?e whd have probably never been made aware'%hat—they may have
' f"“ ‘any options other than the track they're on. CTearly it is not a group that
o will respond easily to a: pushy type of motivation but certainly their lack
{ . ‘of exposure to much, if:any, 1nformatlon that may be of potential benefvt to
L.+ - them makes planning of such awareness training a c]eerer task’ for the
' | ~ sponsor agenoy ' Role modeling is & much needed motivational agent in such
L groups. Motxvat1on is an especially ser1ous problem with. youth - The

trainer is then forced to develop rettonales for the 'youth.'s serfou51y .

p . reSpond1ng to the options offered by the program. @ . - T

4., Z(hlASelf-Awarness self awareness™ties in c]ose]y ;p motivatton. Once
i{ . again, the target group here is one whose awareness of- educatiﬁn or vocation
| ) has been undoubtedly in a negatzve vein, Within a tra1nxng component of
- self awarengss that utilizes. educatxonaT strategies such as: va]ues
clarification, youth partiC1pants can be aided in reessess1ng their
" self-value in ways totally different from those to which they have bden
accustomed. The objectives of this strategy can be formuTated jointly by

-

)&-1 the agency and- youth part1c1pants to create a program where the
'  self-awareness theme 1s intimately t1ed to the vocational goals of the

- - program. ST o S . S :
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- 43 Identification .of Training Tools - ° o B R

' Training tools in the educational, vocationa1 health, motivational and
other - areas have Been: prcduced widely over the past several decades and are
used by government prfvate and ﬂhlec agencies, business. and ethers.

e  Their availabi]xty is 11mited on1y by the energy of “the searcher and , at
- times, by cost. However any agency setting out to develop/a tralning .
'program for young people can beg%n to gather 1nformatjon and materia1s from
| a variéty of sources. These incTude. boards of education, state emplayment :
lvgfjf‘ Q ~ @gencies, health departments, vocational educationa? departments federal | o
o - agencies, and educational institutions, | R o .
l, , o Some of thg_available traxnxng tools are complex and may need to be, )
| - modified or may not . be useful within the. context of. this program, others 3 jl,;‘
~ such as S1mon et. al's VaTues C1arif1catfon Strategies - are easy to obtain, .- ‘~
‘easxly adaptable and may be used competently with a minimum of preparatxon ) ‘/gf"'g
by . agency personne? Same of the ava11ab1e edUcat10na1 packages 1nc1ude
\'.; ‘ o ‘ | ‘
.0 L\ The Reading Game American Learnwng Corp. &

o

* SCORE - Learning Gu1dance Systems
o o Decode - Readers D1gest | | .
}_" . .o “\Super Sylabo - Currxcu?um Associates .

-0 fConquests In Reading - McGraw HiN

;* o RSP eAmeo e
N o o - NFL Reading Kj;.:.SDwman" ” | | | | |
s ~"j : o  Pendulum Tapes - Pendulum | ;

[ | P o ‘Topfcs fér the ReSt?eés‘- Jaﬁeétown . ,.* o | 4,

o |  f o Voices fram ‘the Bottom - Jamestown o - N

[ - > ’ These represent just a samp?ing of the many packages availab}e&’ )

4{4 - / throughout the country and taiTored for varxous target popu1ations.
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R A ‘4a4'Potentiai Paths to-Mainstreaming R - t o o

N ‘ ’
* In the process of preparing young peop]e for vacatienal placement there

must be a marriage of the expectations of the youth part1c1pants .and those
- of the agency staff and other allied personnel.’
fﬁ | ‘ There are a varietyrof ways to what we, call “maxnstreamxng or he1p1ng
SR young people out of what may be at best a marginal gxistence. However, = ..
{ these paths PEQUIPQ an understanding on the part of the prov1ders that is
. not often asked of them. Fo?]ow1ng are some of the avenues that can be .
S ¢ follcwed and. brief comments on pcs1t1ve or negative aspects of each:
{- | | | .
[

&
ra

Y- Traditional Skills Trainihg

. \ -

Tms is' an easﬂ’ accepted area because we are preparmg someone to do v
| somethxng easily 1dentifxable i.e., using pa1nt m1xers, 1ubricat1ng car |
_'chassxs, etc. However ‘we may encounter problems of boredom, “I don't like

;rth1s“ or other unant1C1pated pitfalls. . Lo 3 v ‘e'jf_'

~

o

| ‘ _:\;"4;6 Acceptance of Youth'Staff'as Lcng‘Term‘Partner§f

2

+

7 | | Prepar1ng, trainxng and accepting young peppTe as workers withxn the

,i . ]“ sponsor ageney somet imes bring out major fears in staff The specter of

"“ "_ 1051ng one's job to a “kxd“ or of :elegatwng responsibxlitipes can create

7[“_, . '»’ insecurities and dysfunction in agency staff. A’ prcgram that has as a goal
C the 1ncotporatxon of youth particwpants as staff, must face these questxons_

“and anticipate the reactions of its persomnel. ., |

| 4.7 Youth”Staﬁ;XJob SR

A second realm is that of accepting youth participants as 1nter1m staff

I‘ -, to be prepared for jobs elsewhere.' In preparing youth participants the
—. 4 . agency must create as realistic an envirofment for work expertence as
{ T pessible.iethemise the“tendency is to create “stand around* type of work

that does’ nothing more than perpetuate the stagnancy and marginal work -
experience in the young person s life. ' :
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Accept1ng youth partzcxpants into training, havxng 1itt1e or no success,‘_
and recycling them back into other training often creates a frustration that

-r‘“manxfests itself as “these fe----g kids ‘can it learn anything There is

very little room for this kind of attitude i a program that fotuses on -
young people who have heard very little else. from *authorities®, .Yes, there.

. will pe dropouts and there will be s-1- -oww learners, however, this is

something we know from the beginning and with antxcvpation we can minimize

the frustratien. Re-routing into training may guide a youth participant .

into andther area more suited te his/her talepts~apd personality.
The mest satlsfywng (though at times deceptive]y so) path to

The trick here is not to use this 3s a method of av01d1ng the preparat1on of

-the yotng persen for emp]oyment Many of the young people who will be -
- .served by these programs will have had short, -negative work experwengé%{and

by avoiding preparatien an agency may be simply add1ng another bad placement
to the list. In developing training. meda}itxes the agency must take into

- account that even an easily placed young person may be Iacvxng the survival
skills to’ maintain a job for more than a few days or weeks. This, of
'ceurse, pleads we1l the case for back-up supbort and counséling for young

people placed in emp1oyment auts1de ¢he agency as well as for those befng
traxned for 1n-house jobs. | - BT S 6?

4.8 SurvivaT.EdUcatfon*{g

~In providing youth participants with “survival education® we are
essentially saying to them that it is survxva] in-our world that we' re

‘tayking about. The important aspect for agency staff to remember is that
- the incredible strengths that are utilized everyday by these young pe0p1e
- can be channeled. Someone  who can’ hust1e on the streets can learn to keep a

bank account. Easy to. say, but not to do if the concept is as aT:en as it
is to this. target populatwon. ‘

* Cautwon. survwvaI is not an a11en concept for:
survive under some fairly adverse con

S

Aeﬂiefwho have had to
Ons;,_ . ‘ -

-
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4.9 Theiwartd of Work
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There is 11tt1e basis for a rea1xst1c concept of the work world for
young people who have had only marginal contact with it. Beliefs and
attitudes are genera?]y formed - from garbled expTanations, -sedactive media,.
~and from persanal ‘experiences that genera?ly serve to make young peep]e wary
and’ highly skeptical. *“Real® jobs. that pay “real good mpney ex1st outside

. of their aspirations in aqéessentwally mythical other_ﬁgrld

. We.can do young people like: these a disservice if we fail to include in.
their gd'%ttona? preparation the means for developing some realistic
_perceptions of what.is “out there" in the everyday work ‘world, Factor1es o
~ have more dranes than fpremen, assemb]y lines. are repetitious, dull nofsy E
and often unhealthy; and, and yes, it does seem like the boss, who makes all
the money, does less and easier work than the ‘Taborers. -

Helping a young person prepare for vocational placement must take into
account the development of at Teast the beginning of rea]ist1c information
and attitudes’ toward work. It must\include career education and development_ |
that helps the youth participant to begin to deal with items such‘as gea]
setting, twme planning and aT?otment economic pTannxng, and the RS
dove-tailing of personal wishes wtth economics realatres. Techn1ques used in’
survival education and other areas (vaTues c1arif1cation, rea]ity testing,

. ete.). can be uttltzed 1n coverzng these 1mportant facets of vocationa?

preparation.

Y

4a10 Vocationa] Preparation and‘PredUCtion: pSomé Mptivational Hetheddlogfee

& )
Since the advent of the late, great war on poverty, many people have
1earned that for survival in. ‘many so-called self—heTp programs a11 ong. needs

- to do fs to be .as 1nvisib1e as possible, stay out of authority's way, and

collect your check until the program monies run out. Since the sixties the
word has passed on and ma young people have incorporated these
attitudes into their value sy te! This presents a very real problem for
programs that attempt to ‘develop vocational skills, good work habits, and
Job pIacements Therefore it is inperative that part of the-preparation
process 1nc1ude checks and halances to offset this htstorical negativism.
However, the youth participants mnust play a key role 1n deveTOping the

1 r‘3'3 M
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fohmat‘for these checks'and balances. They must understand the need for and
the uses of these for their personal growth and success thhin the project

The development of measurement mechanisms will provxde part1c1pants w1th

" realistic work experiences. These mechanisms can include:

o pay for work done | ! A o A
0 docking for absences and tardiness =~ T - .

0 Standards of expected minimal campetence levels

0 rating of youth supervisors by those supervised

Group sessxons peer feedback sessions, and one-on-one counse71ng can |
all be used to develop, modmfy, enfarce and .to evaluate the effectiveness

. of the mechanwsns and their impact on the project partxcxpants

]

4.11 On—Going Cqunse11ng and Support

The preparation of young beopTe Fbr VOéationaIApTacement who have.

' essentially had negat1ve experiences with both the educatxon wor1d .and the

L
work “wor1d requires above a]?, support and positive refnforcement

- On-going supportxve counseltng that follows up on ¢T1 of the above mentioned
components js necessakwly a major jtem on. the prOJect agenda. The youth
' participants must be made aware of this component' s existence and of its

mpmtmmep - . | K3 ‘.
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]{_ '5.0 Scbpe of Job Develgpment' . - B

The process of job development is usually a twc-pronged effort 1n whxch
'i job developers identify whatever opportun1t1es exist in a geograph1c area
LI and seek to match persons seekxng jobs with Jobs suitable to their hnterests

[

3 o 0

. 5.1 Job Development in Context

and abexties. Among the key crvter1a for successfuT“ Job development, |
especwa?ly for hard to place youths, is the ability- ta match clxents with

Jobs wh1ch are mean1ngful, and which are appropriate for the client's skills

- and 1nterests,.at the time that the client needs and is readg for the
“position.

o o In order to do thxs, Job developers must:
| ' _Deve?cp and maintain resources wh1ch can lead tq JObS when needed.

Understand the educatwcn and skill levels and Timitations % of
. clients, - and match these with employers whose needs and situations

make a successful placement outcome likely. (Successful placement
means the client remains in the Jﬁb at Ieast six months).

Enable the client (youth) to overcome barriers to emplcyment such
as interv1ew procedures, dress requxrements, etc.

' Prov1de sufficient supportive foT?owup to assure employers that

their .investment in time to train the client is matched by
supportive efforts of the referring organizat1ons.

. 3

o

_ Few organizations do job deve?opment in a vacuum, divorced from o
e ~actijvities which identify-and prepare persons for p?acement "
i{ . The preparatory actiuitxes typically include the feTlowing
o  Orientation to the .World of Work-Career options and employers
expectations - ' ‘ ,
0 Assessment of client abi1ities, aptitudes, interests, and readiness
for, emp?oyment
Y Increasing client readiness in the areas o§; .

Educational Skills

Vocational Skills . .
Personal and Social Habits = = ~
Attttude toward self, work, responsibility

L] Il T
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Y L pedr Relatxonsh1ps on the Job
- . Relationships to supervisory authority

0 Provision of specific experiences which are transferrab]e to
work -seeking activities such as: - :

-~  Employment Interviews S
-~  Completing Job Applications

- Preparing Resumes
0rgan1zatfons workwng with persons who may require addxtxcna] onge1ng
support in order to obtain and retain JObS often provide foTIowup support as
“well as pre-pTacement support This often includes 1nd1v1dua1 or group -

: Supportive counseling in areas such as : e

e X

o On job-r,e'jaied problems |
o On other aspects’ of personal Tife
o - On.managing financially

Further educatwenal support or1ented towards rmprovxng abw?:tv to

advance w1th1n the present job or obta1n a better peswtlon is also gften
prov1ded ‘ )

-

A third type of ongoxng suppurt is-dn emergency areas, where temporary

‘ aSSTStanCE'thh carfare or clothxng cou}d enable a person to retain a JGb

that wnu}d otherwise be lost. o -

5.2 Job Banks'

" In order to be ab?e to[ﬁrov1de Job referrals to clients at the point
‘that the clients are ready for, and in need of, jobs, one major area of
activity conducted by JOb deveTopers is the compi?at1on of prospectxve gobs
available. A

To do so, as 1ndicated on the preceding TabTe, Job develepers undertake“
a.variety of activities which enable them to fvnd Jjobs and convince
‘employers that the job developer's c?vente1e should be given serious
cdhsideratian for avei]ab?e jobs.. '

’ . ‘ T
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These adtivities include: = «
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o Resegrching current .labor market information. This will allow the
Job developer to target a strategy aimed at penétrating those labor
-markgts that would be the least resistent to employing youth. This
; information will be obtained from a range of sources e.g. BLS
S employment statistics to word of mouth advertising concerning a
_ ' specific job, . . ' ‘ -

-0 Identifying sources of help and influence within the comunity.
~ Too often job development efforts for youth -are made in a vacuum.
The job developer does not always consider the framework of ,
. _ .~ community assistance and influence that may assist in developing °
o . ~ meaningful jobs for youth. The following should be consjdered in
o : deve]uping*a:job oriented community framework. Political -
| . * organizations, community agencies, units of local government, labor
.. : - unions, -churches and parent teacher associations and similar '
. ; : organizations can both serve as possible sites for community
segvice jobs and serve as influential bodies encouraging other
~groups to-help in providing jobs for the project'ssyoyth.
Similarly, Major Employer. umbrella organizations, Chgébers’of_
Commerce, local Urban Coalitions, National Associatiof of |
| Businessmen, Industry_Associations, and other civic organizations
1 _ that local.businessmen/ employers are active in, should be
N contacted. o - ‘ o
O Comunicating with Job Sourcec.  An ot e oroe -
. 0 Communicating with Job Sources. An important element in developing
£ . jobs is the outreach-or deve]oﬂhent‘dynamics'that must take place -
between a job developer and a potential employers. - This requires -
| the establishment of a relationship hetween the job developer and -
-14;‘( ' o the potential source of a job for a youth. This relationship is

v nourished by an understanding of the employer's manpower needs and

- regular on going comunications or outreach with them. Therefore,

‘ a systematic program of communications with job sources will
include contact with Private Sector Employers, Publi¢ Sector .
tmployers, (Government, Non Profit Agencies, Units of the Agency of
the Job Developer, etc.), o _ :

' { | o - Planning jobs within the agency itself, and outside contract’ jobs
f . ' 'to be sponsored by the agency. The job deweloper should be
{' A ‘ L involved in analysing the present job structure found within the
L ~organization with the objective of restructuring jobs so that
youth can have meaningful jobs in the operation of the agency.

377
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0 Working with other Job Referral Agencies, Local Government,

; Employment. Service Offices, Non Profit Agencies, and School or
Training Programs which are inv@®Wed in job placement activity.
These organizations should be consulted, routinely, as potential
sources of information comcerning the labor market place. Also -
‘there may be ways ofvdeTinb resources to the advantage of each -
organization. L S , - ‘

N

» .

¢
* -

0 Supporting Individual -and Entrepreneué:;:\;ctiyity. .
. Entrepreneurial efforts or individual initiatives by youth should .
be encouraged. Youth, if allowed, can be very enterprising. The
Job development units should develop programs that will encourage
Jindividual or group enterprises by youth such as the hiring out of
a work crew to clear someone's house or to clear. out the debris in
a city vacant lot. . Similarly, job developers can pursue unique
~ Situations for individuals with unique skills to offer on a
contract basis,-e.qg., mural painting or photography. There are. .
-basically three kinds of jobs which ¢an be developed: " |

o Unsubsidized (Employer‘pays full salary). These jobs

- will,be,found‘primari}y in the private sector. '
Additionally, they may be found in not for profit
industry associations, churches and established civic

groups and- associations.

0 Subsidized {Government pays-at least part,under specified
. conditions}. By far the target groups of employers that .
g . have these types of jqbs are private sector firms -
utilizing 0.J.T. progriys and community based
organizations funded by the local CETA private sponsor. .

Y

¢ Entrepreneurial (The Sgrvices of one or more individuals -
- are offered for. contract to do specific tgsg!); This
effort would be, by far, the most dctivity erfort of a
youth oriented job development unit; for.it requires the
*1 development of a program that will meet the need for a
service or product in the market place. In this area,
- the agency might establish a small business to provide
employment for its youth participants. L

‘5.3 Cummuniéatfon,Onjectiveé; -The purposes of contactiﬁ§ the various

agehcieS‘mentioned above are all related to the overall objective of
obtaining_meaningfu1 jobs for the program’s youth. In order to achieve
this, a number of sub-objectives must be accomplished. These include:
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o Informing prospective employers about the job developer's pool
- of potential employees, and their characteristics. As part of
this effort, the job developer will explain the objectives and
. ~%.goals of the organization. . Also, they will attempt to |
b : ascertain the employers manpower needs with its roster of
. - Potential employees. L : ' :

0. Ccnvincing_praspective'employers of the desirability of hiring
' persons from the job developer's émployee pool. This would
include demonsfrating the vglue to the employer of hiring
.- persons with the backup slipport provided by the organization.
-~ Tt.would also include assuring the prospective employer that
. its identified needs would be matched by the job developer.

from the developer's employee pool. Also, the job developer .
would offer to develop a program tailoned to the needs of the
‘interested employer. ' o .

. -~ 0 Obtaining lists of available job opening's.’. This will be done
' . : through individual conthct with employers and other referral
sources. By doing this the Job developer expands the contact
" list of potential employers and job lists. - ;

1o o 0 Obtaining commitments to keep the ‘job developer informed of

R « ‘l.: future openings. By far, the best method of insuring this

o ~ commitment is through a program of ongoing communications with
potential employers and with referral agencies.

Q- Obtaining specific descriptions of requirements for jobs, -
' including assurances that the clients of the Job developer
‘would be considered if they are able to meet the
- requirements. The best way of insuring that youth will be
, . considered is by providing candidates 2qr emp loyment that will
. ‘ ‘ perform successfully on the job. This requires carefu?l
« matching between a potential employer and ewployee. This will -
be an important element of the job developer's job._

o  Obtaining firm commitments, when possible, that specific jobs

. | _ . would be made available directly to thg job developer, at .

% | . Specific dates, rate, etc. This will be the result of the Jjob
3 ' . developer establishing a sound relationship based between an -

: ' ~employer and a job developer. This relationship will be based

SRR . »on how well a youth recommended by the Jjob developer performs

8 on ‘the job, and/or because of the extent to which the job

' . -~ developer convinces the employer that it 15-advantageous_to :

| . make these commitments. Community and political influence can

be applied to encourage employes to make firm commitments.

_ Success in pTacing‘&outh in meaningful emp1oymeni fs predicated upon
many fgctors, including a sound communications approach that can be |
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e N imp1emented in a systemat1c manner. Therefore, in an on-going and timely

manner, the job developer should conmun1cate with a potential employer
“utilizing. the fcllawing techniques '

0 - Telephone contact on a regular basis.

o  Sending 1nformat10n material through ma11 as pavt of a
first-contact mailing, then on an as-needed basis.. -
e "0 Personal contact at community meet1ngs and social events where

potential employers may attend. The job developer shoquld do
, . _ this on an ongoxng bas1s for 1t 1s a gaod method of deve10p1ng
A contacts. , _ .

. , 0 Inviting potential emp]oyment scurces to visit the program,
!' o - serve on its board of directors or on an Adv1sory Board

| The outcome of these efforts is the atta1nment by the job deve]oper af

1 | a number of options for jobs which can be pursued in the 1nterest of each .

e - client seeking employment The maintaining of the records of such jobs is |
'f - . the core source frgm. which job devélopers or placement specwa11sts draw te
! find jobs for spec1f1c individuals in need. .
{ -7\ -~ Centralized, regularly updated available job records are known as ;gg_
L banks. These are often maintained by one organxzat1on but utilized by a
"number of organrzations which place persons in Jobs. (This is called a
AR " Centralized Job Bank). ' o

, L - The kinds of 1nformat1on abcut prospectxve employers stored 1n a job
1 bank inc?ude the following: -

S o

o .

-

Names, addresses, contact persdn, phone

“I ' ~ 0 Number of job positions, job t1t1es - | , '
o | o  Anticipated or actual job vacancies, job titles
{ S 0 Requxrements for jobs available e
. 0 Pay rate ’ - .
\i s § An agency wau?d decxde whe%ﬁer to utitize a centraT JOb bank, or

establish their own system, or both, qiged on cons1derat10ns such as whether
. or not the central job bank 1nformat1on is complete enough to meet the
{ | employment needs of the agency. It is also important to ascertain that the

informatlon in the JOb banks is current Aqgther consideratxon.about
! o ‘
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g thether to develop its own job bank is the extent to which the agency.is’
1" . 2leXand can afford) to develop:a more effective internal system.
L - -5:4 Creating Jobs | |
{ 154 ~ Another aspect of Jjob develcpment;lseparate»from finding'existfngtvacénfft
| . jobs, is.cﬁeating'new'positions. This can be done either in-house; or with -
;. . .other organizations. In either case, the job developer assists in an =
(:7 - analytical process of the work needs of the organizationsy and assists in °

_ planning jobs/job functions to meet the peeds., This can be done in the
f - following ways: N T R S
S e, Job Restructuring - The tasks of a particular job are
ST < : analyzed, and re-allocated to create new job positions which
‘ (a- L ' _ might~require‘different”qégrees qf‘ski}l than the original -~

‘.-‘pgsjtion. f N

Hf.k*&ﬁﬁqu 0. Job Creation - jdentifying and meeting~ﬁtéfffng-or service

- through government subsidy. -

-

= . - E L o , . "“‘\',, v . .

[ S « T Entrepreneur131~8rojects - identif&ing,specific task needs
. 7 .. T« - -which can be met by the work of one- or more clients. The

. { - ;’_‘. ~ specific task might be needed by an individual, business

- paid to perform the needed work. | _

f;i,{ ~ Another formof entrepreneurial work is‘individua]'cre&tivé‘effbffé; |
o - which can then be sold to stores or otherwise. Job Deve1operszcou}d‘assist *

rk ) - in identifying sources who might buy these works. . '

€ T

l 5.5 Problems Facing Youth. The participants face-a number of distfq;i
. handicaps in the job market. These include: I
. B ' ‘ . - ; ' f. . ¢ ) . ‘ . . i
v{' : R o0  Lack of credentials, especially Tnadequate or insufficient ..
T - - education, - an insufficient relevant work experience. - ]
| L‘ o o - Employer reluctance could also be increased if the youth has--
,. ~ _been in trouble with the Taw. The lack of work experience can
- “also result in-lack of confidence in dealing with the World of
Ty . ~Work, and lack of an awareness. of realistic job options,
I s S -These area will require close. attentfon by a counselor-job
- S ¥ .developer team, to assure that the youth is enabled to develop
T . - successfully to the point of being ready_ to assume full time, -
;{ LT " unsubsidized employment. : . | .

: [ > . - . .‘ .": . ., ) o ‘ - ,: ‘ 3 . 41
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;J;i;-P;»‘;‘ . . - needs in public or.hon profit'agencies~uspsa11y to' be paid for

- organization, community group, ete.” The job developer would = .
’ solicit a contractual agreement that the participants would be

A
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'J, < 0 Many empToyers are re?uctant te hire youths because tspy
, - ear time invested in training will not be worthwhile becau

~ the youth may move on.) The need for working papers. which may .
be hard to obtain because parental Rermxssion is required may.
further complicate the situation. Also; there are limitations.

%E? Yaced on the kinds of werk under—age youth*ﬁre perm1tted to
do in most states. 3 . ~
o “Many youths will ne€d expeﬁxence in\the wor1d of work that includes e
on—gob suppert “and pp&xence. In-house ‘jobs_ and cemmun1ty'serv1ce jobs, in
whﬂch care 1is taken - to’ make the participant's needs as cTear -as the workers
potential value to the employer,. can prev1de opportunities in whxch I
partxcxpants can grow and mature. . ' ' -

We believe that the fprego1ngrmode1, 1f fpllpwed wpuld do much by way

| vof assistwng social agencyes and others secure employment oppertun1tzes for
. Puerte,ﬁ1can/H15pan1c youths. We have not ettenpted to simply enunerate

potential Jﬂb opﬁertunwties (i.e. electrcnxc typing system opeqator, hea1th

, pCare'industry worker, solar industry empYoyee, recycling plant worker,

env1ronmenta1 hea]th worker..etc.. etc. } since we have found during our .-

' :'research that most, if not all, agencies job dé@elopers are fully. cpgnizant

of theses 'hpt‘ employment erees. Rether, eur research .led us to conclude

- that job deve]cpers are more in need of a better modus operandi for not on]y

the 'identification of specific ga1nfu1 emp?eyment Opportun1ties but even
more - 1mpertant1y, the preparation, evaluatxon and assistance to the Puerto -

['“Rican/Hispanic yputh atﬂempting to ‘betome empToyed.

~ We heve synthesized this’ model ‘based on evdluations of a11 agencies and‘

" projects contacted during the conduct of this study. He have attempteg to

glean those positive and effect1ve attributes of ‘each agenqy and project

. and to learn how to avoid and obviate. negative aspects a?ready proven

1neffect1ve, The ‘worth of our mode1, “as with any modeI depends net only on

"';1ts dissemination and utilization but alsd on its specific application:.

within specifie agencies. It is fairly obvious that not all job development

.régencies can follow each and every point in the model due to myriad =
‘consideratipns (ecénomics. personnel participants, etc. ) However, we feel
.. that the model can be the basis- for a more effective and inherently R

successfu)/job deve1opment unit within a11 egencies. ) | o .
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Hatxenat Puerto chan Fcrun Inc. Onportunxties for B lwnqual Secretarxes T

Vo
Y

NatxonaW Punrto Qxcan Forum Veteran Outreach | ," o

T

Natxcnai Puerto Rican Forum, Inc. Plerrca} Fiscal Sk111$

National SGC1ety for Hebrew Day Schoo1s

MNew Yerk‘Cxty Centra] Lahor Counch AFL/CIO Placement Program

a

. o
.- .’ Y
\ C {'

_ N Y.S. Departhent of Laﬂ%r Manpower Serv1cas Div1sxon Tuiticn Pavmnnt Progrmn_. ;

A

N. Y State Manpower Servxce -

Now York State Department of Commercn

New York Ststn Department of CnmmorcefStamp '

New York State Department of vaw? Service

New York Urban Coalition ~ - - - S

‘va York, Urban League, Inc,
JI;aNorman Emp?ofment Aqency

 HNorthwost Bronx Commvnxty Cnrp.,_ o 1

o
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'
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OcegngjllfBrpwnsvi%?e'Corparatidi§
Olian Personnel quncy‘ o .

Operation Onen City, Inc Energy Conservatxon & Neatherlzatxon :

Oppartunxttes Industrralxzetian Center of New York ch. #2

0pportun1t1es Industrxa?xzatxnn Cnnter of New Yark

Pavml?xon Dnmestxc Aqency

PeopTes Dﬂvelapmﬂnt Corp.

2 Po?xce Athletic Lsague Inc.

Prtv&t@ Concerns Inc. - R

PFOJ“Ct GrnPn Hopn Qprvxces for Hompn Inc.

) Puerto Pvcan Assocxat1on fnr Socxa? Act1on Inc.

Puerto Rxcan Communlty Deve]opment Project Inc.
Puerto Rican Council -‘A.. T

Puertc Rican Fam11y Instatute, Inc.

Puerto Rxcan‘Studres Department ﬂueens Co!Tege
©o

Ruerto Rican waterfront Centnr Inc.
ﬂuaTxcap Commun1ty Ccrporatxon .

Qualxcap NMSC |

Queens Academies

Queens L.P.N, Association Nursing Care Training

RCA Region 5

Renxgadps Housrnq Development Movpmpnt Inc.

Rockaway Community Ccrparation

Rbckaway HMSC

SCS Susiness & Technical Institute, Inc.
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S

— 50

N
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: Services. for Rehahw?xtatfon in Addsctron (S E.R. A. ) “

Shevet y Hudah Resnzch/lnstztute of Technc}agy . 7
R Sm1th Emp?nyment Aqency - i
i[ | Snelling™& Snp}ltng Agency - .2.‘ o

Society; for Ethical Culture in the C1ty of New York
‘,_Scuth Pronx Ccmmunxty Corp.

3 South Forty.Corporatxan Career. Develcpment Progran fqr Ex- Offnnders,

" South Side United Los. Sures ~i . o R
’South Street Seaport Huseum chneer Har:ne School

Stanton Aqency .;' “ g
“Statnn IsIand Communzty Corporat1on'
Staten Island #1SC -

_‘ Staten Island Ugban League o f’ |

1 : | Staff Buw?dnrs Temp. Personnel
| ‘Stewart tanre Ltd,
~ Sunset Park nnsc A
[ F \', lf' Sunset Park Unxtpd Fomm:nrty Efforts n7.
Tremont Ponwunxty Corp |
- - Tremont R¥SC -"”“‘ e

il _ 'Tninity Avenue Block Association - B o ’
Sy : Upne;‘westsidg Community Corporation
1 Upner'WQSQé;dé MESC |
e Urhan Corps .

L E , Urban Leaque of Greater.NewsYork

- Union Hispanica de Suffolk County . o




~ -

~ United Neighhorhood Rouses |

‘U1?11amsburq HMSC ' T -

A _ -51-
Unibn Settlemont Medical Transcrwbpv/CIerk Tvpist,

. Un1nn Snttfpment/“idwdnnt

- United Bronx Parents

United Harlen Growth Inc.‘ﬂ 3
¥

‘Upper Brcnx N.A.P.R, A.

Upper &est,Sxde Comm.;Association

Vadco

Vision in ﬂevplopan Ecnnomwc Oppnrtunwtv fVIDEDY

-szta Rx&ers Is and Progject )

e Vocatxonal Foundation, Inc..

‘.fUnsktTYed -Vocatonal Gu1dance Tra1n1nq and Joh Placement

Vocatxnnal Foundat1nn Inc. Ex—Add1ct Skxl?s Tra1n1nq Pragram

Y

le]1amshurg Pommun7ty rporat1on

' H1111amshurq Enp}nvmont {raining Cantpr

wr1qht Emp]cvment Agcncy_ :  :.~
Yesh1va Kehilath Yakov Secretar1aT Employment v
Youth Employment Program - S
YI'CA Counse]inq-and Testing Service -
YiCA of the C1tj of New York lomen's Center

Young Adult Instwtute A ' “

JYouth Emp?oyment Proqram Ln/ScxooT Archdiocese of bew York

' Youth Services Agency (YSAY ewghbex*cod Youth Corps.

Youth Opportunity Centers ™ =~

Youth Vocational Guidance Training and Job Placement
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